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October 6, 1997 

To: All Eligible Participants of the 1997 Sales Incentive Award Plan 
Subject: Re vised Market Share Objectives 

In February, the Company communicated to you earnings and market-share goals that correspond to your 
1997 Sales Incentive Award Plan payment opportunity. This communication is to inform you that the 
goals for each of the market-share components as well as the 1996 full-year share numbers have since been 
adjusted. 

Earlier this year, the data gathered by the MARLIN system, which RJR uses to track retail cigarette sales, 
was changed to more accurately reflect sales in different types of stores across the country. Currently, 
more cigarettes are being sold in convenience / gas stores and tobacco outlets, and fewer in supermarkets. 
To reflect this sales shift in different retail outlets, the MARLIN sample data was realigned, assigning more 
appropriate weightings to samples from each type of store. This change results in a more accurate measure 
of our retail market share. 

The adjustment slightly reduced our 1996 market-share results for each brand. In turn, the 1997 market- 
share goals have been adjusted by exactly the same amount. These adjustments maintain the same 
relationship between the full-year 1996 market-share numbers and the 1997 market-share goals for each 
component. The growth expectations for each component do not change from what was originally 
communicated to each employee during February. 

The attached revised page should replace page 2 in the original 1997 Sales Incentive Award Plan document 
sent to you in February. This revised page shows the new market-share component goals for 1997. 

The MARLIN adjustment does not affect the earnings component which is based on Operating Company 
Contribution. Therefore, the scoring table for the earnings component remains the same as that 
communicated in February. 

Employees should direct any questions to their respective manager or Region Operations Manager. The 
program contact for the 1997 Sales Incentive Award Plan is Mike Judkins, extension 0472. 
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Company Financial Objective (OCC) 


The Company financial objective is to attain an OCC of $1,470 billion in 1997. Shown below is a chart of 
bow the Company financial objective will be scored based on actual 1997 results achieved: 


OCC Achieved 

Score 

OCC Achieved 

Score 

$1,470 Billion 

100 

$1,432 Billion 

45 

$1,464 Billion 

95 

$1,428 Billion 

40 

$1,459 Billion 

90 

$1,425 Billion 

35 

$1,453 Billion 

85 

$1,421 Billion 

30 

$1,450 Billion 

80 

$1,418 Billion 

25 

$1,448 Billion 

75 

$1,414 Billion 

20 

$1,445 Billion 

70 

$1,411 Billion 

15 

$1,443 Billion 

65 

$1,407 Billion 

10 

$1,440 Billion 

60 

$1,404 Billion 

5 

$1,438 Billion 

55 

$ 1.400 Billion or below 

0 

$1,435 Billion 

50 




Market Share Objectives 
(Revised 10/6/97) 

The share objectives for 1997 have been equally weighted to stress the importance of each in the 
Company’s objective to grow and or maintain the business in all segments. The table below illustrates the 
scoring based on each objective’s results in 1997: 


1996 Market Share Objectives /Scoring 

Results 


Full Price Share of Market 

16.81% 

m 

16.81 

75 

16.71 

SO 

16.61 

21 

16.51 

Q 

<16.51 

Camel Share of Market 

4.07% 

4.67 

4.57 

4.47 

4.37 

<4.37 

Doral Share of Savings 

19.77% 

21.50 

21,27 

21.02 

20.77 

<20.77 


Individual Performance Objective 

In past SIAP programs, employees were assigned very limited objectives (i.e., call count, coverage, etc.) 
for the plan year. These objectives were sometimes met, but at the expense of overlooking other job 
accountabilities which can impact our business. Therefore, to continue to allow employees a direct impact 
on the total award dollars which can be earned within SIAP, in 1997 each participant will have 20% of his 
or her targeted award related directly to the performance of his or her overall job accountabilities. This 
component known as the Individual Performance Objective will be tied directly to an employee's overall 
performance rating during the plan year, 

Your manager will review with you the performance standards which are to be established for your 
respective position. At that time, your manager will establish goals for each of these performance 
standards and the associated ratings if these objectives are met during the plan year. For example, under 
the performance standard of the Retail Representatives (in the area of Administration and Communication), 
there are general standards for both coverage and call count. If you are a Retail Rep, your manager will 
establish measurable objectives for each of these accountabilities and the level of achievement required to 
reach each rating. The objective for call count might be established as 7 calls per day equating to a rating 
of fully meeting expectations, 8 calls per day might be the benchmark for exceeding expectations, and 6 
calls per day might result in a rating of minimally meeting expectations. 
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